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Abstract

With the rapid development of China’s economy and the increasing competition of financial mar-
kets, the turnover of the basic staff of commercial banks has attracted wide attention. Taking Har-
bin Branch of S Bank as an example, this study deeply analyzes the causes, rules and solutions of
turnover tendency of grass-roots employees in commercial banks from the perspective of salary.
The research finds that the main reasons for the turnover tendency of bank employees are unrea-
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sonable salary structure, defects in salary incentive system and unfair income of grass-roots em-
ployees. The key to solve the problems lies in optimizing the salary structure and salary assessment
system of bank employees and creating a fair and just salary environment. The possible significance
of this study is as follows: 1) It enriches the research on the turnover tendency of grassroots em-
ployees in commercial banks; 2) It provides some reference for the improvement of human resource
management policies of commercial banks.
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Table 1. Statistical table of salary satisfaction survey among respondents
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Table 2. Distribution of resignation intention among respondents
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